The Relationship Between Person-Job Fit, Person-Organization Fit, Personality and Job Performance by Juliza Hartini, Johari
THE RELATIONSHIP BETWEEN PERSON-JOB FIT, PERSON-



















MASTER OF HUMAN RESOURCE MANAGEMENT 
UNIVERSITI UTARA MALAYSIA 
AUGUST 2012
 THE RELATIONSHIP BETWEEN PERSON-JOB FIT, PERSON-ORGANIZATION FIT, 






















Project Paper Submitted to 
Othman Yeop Abdullah Graduate School of Business, 
Universiti Utara Malaysia, 





Permission to Use 
 
In presenting this project paper in partial fulfillment of the requirements for a 
postgraduate degree from Universiti Utara Malaysia, I agree that the University Library make a 
freely available for inspection. I further agree that permission for copying of this project paper in 
any manner, in whole or in part, for scholarly purpose may be granted by my supervisor(s) or, in 
their absence by the Dean of Othman Yeop Abdullah Graduate School of Business. It is 
understood that any copying or publication or use of this project paper or parts thereof for 
financial gain shall not be given to me and to Universiti Utara Malaysia for any scholarly use 
which may be made of any material from my project paper.  
Request for permission to copy or make other use of materials in this project paper, in 
whole or in part should be addressed to:  
 
Dean of Othman Yeop Abdullah Graduate School of Business 
Universiti Utara Malaysia 
06010 UUM Sintok 





This study examines factors that influence job performance among banking employees. 
The study was a cross sectional study where respondents’ perception was measured at one point 
in time. 195 respondents participated in this study. Three factors, namely person-job fit, person-
organization fit, and personality were tested in this study to understand employees’ job 
performance. 
 Correlation analyses were conducted to test the relationship between person-job fit, 
person-organization fit, personality and job performance, whereas descriptive analysis was 
conducted to analyze demographic characteristics of participants. To test which factor has the 
significant contribution towards job performance, regression analysis was conducted.  
 The results show that there was an association between all the three factors (person-job 
fit, person-organization fit and personality) and job performance. Though all the three factors 
indicate significant positive relationship with job performance, person-organization fit makes the 





Alhamdulillah, praise to Allah for giving me the strength, inspiration and good health in 
completing this study. Without the dedication and support from these people, the completion of 
this project paper would not have been possible.  
I owe an immense debt to Dr Siti Zubaidah Othman, my supervisor, for her brilliant ideas 
and suggestions and above all, her belief in my potential have made me feel very confidence 
from the beginning of my study. Without her professional support, I would not be where I am 
today. 
To my loving and supporting husband, Muhammad Thalhah, my beloved parents, Johari 
and Rohani, my parents-in-law, and my siblings, thank you for all your prayers, patience, 
support, and word of encouragement for me to keep going till the final end of this journey. 
I also would like to thank my colleagues and friends for providing me with invaluable 
support throughout my candidature. 
Finally, yet importantly, I would like to express my gratitude to all respondents from 
Maybank Regional Federal Territory for their involvement in this study. Without their sincere 
participations, this study will not be as successful as today.  
iv 
 
Table of Contents 
 
Permission to Use ............................................................................................................................ i 
Abstract ........................................................................................................................................... ii 
Acknowledgements ........................................................................................................................ iii 
Table of Contents ........................................................................................................................... iv 
List of Tables ................................................................................................................................ vii 
List of Figures .............................................................................................................................. viii 
List of Appendices ......................................................................................................................... ix 
CHAPTER 1 ................................................................................................................................... 1 
INTRODUCTION .......................................................................................................................... 1 
1.1 Background of Study ............................................................................................................. 1 
1.2 Problem Statement ................................................................................................................ 3 
1.3 Research Questions ............................................................................................................... 6 
1.4 Research Objectives .............................................................................................................. 6 
1.5 Significance of Study ............................................................................................................ 7 
1.6 Scope of Study ...................................................................................................................... 7 
1.7 Organization of Chapters ...................................................................................................... 8 
CHAPTER 2 ................................................................................................................................... 9 
LITERATURE REVIEW ............................................................................................................... 9 
2.1 Introduction ........................................................................................................................... 9 
2.2 Job Performance .................................................................................................................... 9 
2.3 Person-job Fit ...................................................................................................................... 11 
2.4 Person-organization Fit ....................................................................................................... 12 
2.5 Individuals’ Personality ...................................................................................................... 15 
2.6 Research Framework ........................................................................................................... 17 
2.8 Conclusions ......................................................................................................................... 18 
CHAPTER 3 ................................................................................................................................. 19 
METHOD ..................................................................................................................................... 19 
v 
 
3.1 Introduction ......................................................................................................................... 19 
3.2 Research Design .................................................................................................................. 19 
3.3 Population and Research Sampling ..................................................................................... 20 
3.4 Definition Operation and Measurements ............................................................................ 21 
3.4.1 Job Performance Measures ........................................................................................... 21 
3.4.2 Person-job Fit Measures ............................................................................................... 22 
3.4.3 Person-organization Fit Measures ................................................................................ 23 
3.4.4 Personality Measures .................................................................................................... 24 
3.5 Layout of the Questionnaire ................................................................................................ 25 
3.6 Pilot Test ............................................................................................................................. 26 
3.7 Data Collection Procedure .................................................................................................. 27 
3.8 Technique of Data Analysis ................................................................................................ 27 
3.8.1 Descriptive Analysis ..................................................................................................... 28 
3.8.2 Correlation Analysis ..................................................................................................... 28 
3.8.3 Regression Analysis ..................................................................................................... 29 
3.9 Conclusions ......................................................................................................................... 29 
CHAPTER 4 ................................................................................................................................. 31 
FINDINGS .................................................................................................................................... 31 
4.1 Introduction ......................................................................................................................... 31 
4.2 Response Rate ..................................................................................................................... 31 
4.3 Demographic Characteristics of the Participants ................................................................ 31 
4.4 Correlation Analysis ............................................................................................................ 33 
4.5 Regression Analysis ............................................................................................................ 34 
4.6 Conclusions ......................................................................................................................... 35 
CHAPTER 5 ................................................................................................................................. 36 
DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS ........................................... 36 
5.1 Introduction ......................................................................................................................... 36 
5.2 Person-job Fit and Job Performance ................................................................................... 36 
5.3 Person-organization Fit and Job Performance .................................................................... 37 
5.4 Personality and Job Performance ........................................................................................ 38 
vi 
 
5.5 Factors with the Strongest Influence on Job Performance .................................................. 38 
5.6 Limitations and Direction for Future Research ................................................................... 39 
5.7 Conclusions ......................................................................................................................... 40 
REFERENCES ............................................................................................................................. 41 
vii 
 
List of Tables 
Table 3.1 Operational definitions and job performance items 21 
Table 3.2 Operational definitions and person-job fit items 23 
Table 3.3 Operational definitions and person-organization fit items 24 
Table 3.4 Operational definition and proactive personality items 25 
Table 4.1 Demographic characteristics of the participants 32 
Table 4.2 Descriptive statistics, scale reliabilities, and correlations of variables 34 




List of Figures 
 





List of Appendices 
 
 
Appendix A Survey Materials 50 






1.1 Background of Study  
 
The financial services industry finds itself in an once-in-a-lifetime situation where 
institutions are trying to stay afloat in a bad economy. To remain competitive in this kind 
of environment, banks will need to rely even more on their people to make the difference. 
Retention of top talent at financial institutions, like any organization, is an important part 
of company strategy. However, today, it takes on a different slant as talented people are 
presented with both new opportunities and fewer options, depending on their 
specialization. 
A top performer, by definition, has their sights squarely set on the end result of 
the project or job. They do, indeed, "give up wholly to some end". When people can 
produce the result that organization wants, every time, without fail, the organization have 
a top performer, and have someone who can confidently be depend on. By their very 
nature, the performer will assume full responsibility for their area and create it as if it 
were their own. This is, after all, the most effective way to get results. The non-
performer, by contrast, may not even be aware of what the end result should be for the 
project. The organization may find them frequently doing things that have nothing to do 
with what they are supposed to achieve. 
A recent studies show that some workers in organization are not performing as 
expected. For instance, the growth of a banking sector is measured by the ability to 
The contents of 
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